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   Nowadays, organizations focus merely on the loyalty of their customers in order to be 
competitive in their sector. Of the various potential factors that contribute to the customers’ loyalty, 
work engagement among employees has gained a great deal of interest and popularity from both 
practitioners and scholars in the fields of business, Human Resource Development (HRD), and 
organization development, based on the perspective that work engagement can be an important 
predictor of organizational performance and sustainability. Meanwhile, training and development 
practices are considered to contribute to the employees’ engagement in their work environment. 
Nevertheless, empirical studies on the relationship between training, development and work 
engagement are still limited, especially in the banking sector. 
   The purpose of this study is to examine the potential impact of Perceived Training 
Opportunities and Perceived Investment in Employee Development in work engagement. A 
research model has been developed and empirically tested, using primary data collected from 
employees in the Greek banking sector. The sample of this study was 185 bank employees and the 
questionnaires were distributed in online banking community groups and forums.  
   Empirical results reveal a strong relationship between Perceived Training Opportunities and 
Perceived Investment in Employee Development and work engagement. Banks should invest in 
training and development opportunities in order to enhance work engagement and develop a 
competitive edge over their competitors in delivering high quality services to the customers. 
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CHAPTER 1: INTRODUCTION 
1.1 Background of the study 
   It is argued that banks’ performance affects strongly the economic status of a country, which 
provides the reason why the governments have always placed a great emphasis on improving the 
effectiveness of banking industry over the years. Banks are considered to be vital companies in any 
society they operate, because they contribute to the development of an economy thoroughly. In order to 
survive and succeed in the rapidly changing environment, banks need to manage their Human 
Resources (HR) effectively. The major responsibility of banks in this regard is to focus on 
improving and sustaining in high levels the work engagement of their employees. The most 
productive and functional companies are composed of valuable employees who are entirely 
physically, cognitively, and emotionally engaged in their work. 
   The concept of “work engagement” has been eliciting increasing attention in recent years in 
studies dealing with professional and social development, in keeping with the trend of analyzing 
“positive psychology,” which promises prosperity to the individual, community and society (Bakker 
& Leiter, 2010). The emergence of engagement research studies at the beginning of this century 
shows the growing importance of the human capital and psychological involvement of employees in 
business and the increased scientific interest in positive psychological states (Truss et al., 2013). 
   In order to encourage employees’ work engagement, banks must focus on providing a 
supportive work environment, keeping them energetic, inspired and concentrated. By equipping 
them with ongoing training programs, and development opportunities within the corporation, banks 
may enhance desired levels of work engagement. For achieving this, a continuous process of 
interventions of HR departments in banks is a must. Training & Development (T&D) activities 
allow organizations to adapt, compete, excel, innovate, produce, be safe, improve service, and reach 
goals (Salas et al., 2012). Banks should trait employees as the best asset in the organization, and not 
just employees, skilled and competent employees who need to be managed effectively to ensure 
work engagement.  
   Hence, this study will be beneficial to banks’ HR departments and managers by understanding 
the importance of training, development and work engagement among their employees. It will 
provide the bank executives with knowledge about the aspect of work engagement and how this can 
be enhanced through investing in T&D opportunities. Finally, its findings will provide data for 
further research in the field not only at banks, but also in other organizations in services sector. 
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1.2 Aims & objectives of the study 
   The purpose of this dissertation is to examine the relationship between T&D activities and 
work engagement in the Greek banking sector. In specific, this study empirical tests the potential 
impact of Perceived Training Opportunities (PTO) and Perceived Investment in Employee 
Development (PIED) on work engagement. 
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CHAPTER 2: LITERATURE REVIEW 
2.1 Introduction 
   This chapter reviews both theoretical and empirical literature related to employees’ training, 
development and work engagement. According to Truitt (2011), organizations need to strengthen or 
expand the knowledge base, skills, and abilities of their employees. Therefore, organizations are 
adopting T&D practices as a major tool for bridging the skill gap of employees identified through 
performance appraisal reports. Studies show that training perceptions are directly linked with 
engagement levels (Salanova et al., 2005), and perceptions of HR practices, including training, are 
indirectly related to performance via engagement (Alfes et al., 2013). 
   Xanthopoulou et al. (2007) mentioned that employees working in a resourceful work 
environment (e.g. characterized by quality coaching, feedback, support) are likely to feel optimistic 
and to believe that they are able to achieve their work goals. Consequently, their work engagement 
may be enhanced. Despite the recognized interest and importance of the positive impact of work 
engagement on desired organizational outcomes, the results of global Gallup surveys have shown 
that most employees, regardless of the organizational type, are not fully engaged in their job 
(Sweetman & Luthans, 2010). 
2.2 Review of literature 
2.2.1 Training 
2.2.1.1 Definitions 
   Employee training is tested and referred as an important HR component to influence employee 
work outcomes and behaviours (Luthans et al., 2010). Training can be defined as the systematic 
acquisition of knowledge, skills and attitudes that together lead to improved performance in a 
specific environment (Salas et al., 2006). This encompasses what employees need to know, what 
they need to do and what they need to feel in order to successfully perform their jobs (Grossman & 
Salas, 2011). 
   According to Manpower Services Commission (1981), the training is a process to modify 
attitude, knowledge or skill behaviour through a learning experience to achieve effective 
performance in any activity or range of activities. Its purpose, in the work situation, is to develop 
the abilities of the individual and to satisfy current and future manpower needs of the organization. 
Also, Sloman (2005) characterised training as instructor-led, content-based intervention leading to 
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desired changes in behaviour. Buckley & Caple (2009) defined training as a highly comprehensive 
process, involving numerous elements such as need assessment, training design, trainer and delivery 
and post training evaluation. 
   Wills (1994) defines training as “the transfer of defined and measurable knowledge or skills”. 
Close to the previous statement were also Hare et al. (1996). According to them, training is “any 
activity or course, either formal or informal (e.g. on the job) which has helped you to acquire the 
knowledge and skills to do your job”. 
2.2.1.2 Importance of training 
   Organizations make increasingly large investments in training because it serves as a powerful 
tool for producing the targeted cognitive, behavioural and affective learning outcomes essential for 
their survival (Salas & Stagl, 2009). The benefits of employee training are numerous and widely 
documented (Sommerville, 2007), with organisations as well as workers reaping the rewards in 
terms of improved employee skills, knowledge, attitudes, and behaviours (Treven, 2003) and results 
like enhanced staff performance (Brown, 1994), job satisfaction, productivity and profitability 
(Hughey & Mussnug, 1997).  
   Demerouti & Cropanzano (2010) in their study found that training proved to be vital in helping 
employees to develop skills and competencies that are critical for the organizational performance 
and optimal enhancement of employee capabilities. The study found that training helped the 
employees to modify their behaviours, emotions to enhance their skills and competencies. These 
skills further proved to be contributing positively towards the achievement of organizational goals. 
Ideally, training is best supplemented with practical, hands-on experience (Hughey & Mussnug, 
1997).  
   Aguinis & Kraiger (2009) cited multiple studies in European countries that link training 
practices and policies to measures of organizational effectiveness. Studies like these show that 
training is a key component in building and maintaining an effective employee workforce, which in 
turn drives various metrics of corporate well-being. In addition, training is also a key component in 
leadership development (Collins & Holton, 2004), another factor integral to corporate success. 
Finally, at the societal level, investments in workforce development through training are often seen 
as a primary mechanism for national economic development.  
2.2.1.3 Effectiveness of training  
   Hicks & Klimoski (1987) have outlined that effective training design enhances the willingness 
to learn and motivation which later boosts job performance. Additionally, Frayne & Geringer 
(2000) have also argued that different training designs can influence employee outcomes and job 
performance. Role of a trainer is central in enhancing the training effectiveness and predicting 
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employee outcomes and behaviors. For example, empirical study by Towler & Dipboye (2001) 
outlines that trainer’s characteristics such as organization of lecture and trainer’s expressiveness 
enhanced problem-solving performance.  
   Effective training can yield higher productivity, improved work quality, increased motivation 
and commitment, higher morale and teamwork, and fewer errors, culminating in a strong 
competitive advantage (Salas et al., 2006). On the other hand, a poorly trained workforce can lead 
to errors, injuries and even legal issues, all of which can be extremely costly. Although employees 
may gain new knowledge and skills through training programs, learning alone is not sufficient for 
training to be considered effective (Grossman & Salas, 2011).  
2.2.1.4 The training process 
   Training as systematic process of intervention to improve current knowledge, abilities, and 
skills of the workforce involves a number of stages as shown in Figure 1. It involves Training 
Needs Analysis (TNA), designing of training program, implementation of the training and 
evaluation of the program (Edralin, 2004). 
2.2.1.4.1 Training needs analysis  
   The first step in any training development effort ought to be a TNA - conducting a proper 
diagnosis of what needs to be trained, for whom, and within what type of organizational system. 
The outcomes of this step are (a) expected learning outcomes, (b) guidance for training design and 
delivery, (c) ideas for training evaluation, and (d) information about the organizational factors that 
will likely facilitate or hinder training effectiveness. It involves the determination of the types and 
specific training necessary to improve current knowledge, abilities, and skills of the workforce 
(Edralin, 2004).  
2.2.1.4.2 Training design 
   Training design starts with the identification of the goals and objectives that should be 
achieved. A typical training design contain the parts of training title, venue, date, goal, specific 
objectives, sequences of topics, time allocation per topic, methodology, resources needed, and 
evaluation. The training objectives of the training design are a critical element that should be 
written properly to be able to decide on the contents, methodology, and the duration, of tackling the 
topics. The standard criteria for objective formulation are SMART (Specific Measurable 
Achievable Realistic Time-bound) (Edralin, 2004). 
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2.2.1.4.3 Implementation of training 
   Implementation covers the logistical aspects like venue, food, budget, equipment, resource 
persons, transportation, and participants. These should be properly attended to during the actual 
conduct of the training. Therefore, training programs are done within the company or outside 
depending on the nature of the program and the financial capability of the organization (Edralin, 
2004).      
2.2.1.4.4 Training evaluation 
   The last phase of the training process is the training evaluation. Training evaluation refers to 
the systematic collection of data in order to answer the question of whether learning objectives were 
achieved and/or whether accomplishment of those objectives resulted in enhanced performance on 
the job (Kraiger et al., 1993). The evaluation is concerned with the measurement of the training 
success or effectiveness to establish whether an investment in a particular training has paid off 
(Edralin, 2004).  
 
Figure 1: The training process 
 
Source: “Training: A strategic HRM function”, Edralin (2004) 
2.2.1.5 Perceived Training Opportunities (PTO) 
   Training opportunities serve a general purpose in making the employees feel important and 
taken care of, in terms of having opportunities to develop (Dysvik & Kuvaas, 2008). Therefore, 
trainee reactions, or the subjective evaluations learners make about their training experiences 
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(Sitzmann et al., 2008), are the primary means by which organizations evaluate training programs 
(Sugrue & Rivera, 2005).  
   Based on arguments from social exchange theory (Shore et al., 2006), employees who perceive 
that their employer provides sufficient and relevant training opportunities might be more reluctant 
to leave their employer, as they feel obliged to reciprocate the offer provided (Benson et al., 2004). 
Training opportunities may, therefore, serve a general purpose in making the employees feel 
important and taken care of, in terms of having opportunities to develop. Similar arguments were 
recently presented by Kuvaas (2008), who found a strong negative relationship between perception 
of developmental HR practices (including training opportunities) and turnover intention. 
   High levels of PTO may contribute to need fulfilment (Roca & Gagné, 2008). More 
specifically, the need for competence could be satisfied when individuals are encouraged to seek 
challenges optimal for their capacities, and to persistently attempt maintenance of skills. In addition, 
if employees perceive the training opportunities to be high, they will probably fully accept the 
training offered, rather than perceiving it as coercive, which could satisfy the need for autonomy. 
Furthermore, fulfilment of the need for relatedness might occur in cases where the employee 
perceives a supportive work environment in terms of training opportunities.  
   Training provides a meaningful, safe, and resourceful social context that enables the full 
expression of the self in one’s work role performances (Gruman & Saks, 2011). Aguinis & Kraiger 
(2009) cited multiple studies in European countries that link training practices and policies to 
measures of organizational effectiveness. Studies like these show that training is a key component 
in building and maintaining an effective employee workforce, which in turn generates work 
engagement to the employee. 
2.2.2 Employee development 
2.2.2.1 Definitions  
   The terms ‘training’ and ‘development’ often appear together, and are sometimes used 
interchangeably. It has been claimed that these activities serve different purposes. Training refers to 
the activities that aim to equip the person with specific skills and knowledge targeted to adequately 
perform a particular job (Armstrong, 2006), whereas development refers to a broader landscape. It 
relates to future and longer term development of people throughout their career (Armstrong, 2006).  
   Employee development refers to “training as well as formal education, job experience, 
relationship and assessment of personality, skills and abilities that help employees prepare for future 
jobs and positions” as the personal and professional growth of individuals from a long term 
perspective (Noe, 2013). According to Jacobs & Washington (2003) employee development, as a 
process encompasses the learning of all individuals in organizations – including frontline 
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employees, professionals or managers – and can be delivered through a range of approaches, 
including off-the-job and on-the-job training programs, educational programs and seminars, job 
rotations, self-study materials and mentoring programs, among others. Thus, in practice, employee 
development can be defined both by the employee level being served and the methods used to 
deliver programs to the employees. Such a wide scope benefits practitioners by extending its 
conceptual boundary beyond technical or managerial training alone (Jacobs & Washington, 2003). 
2.2.2.2 Importance of employee development  
   Organizations that are providing developmental opportunities for their employees have hard 
work, skilled and target oriented employees (Ling et al., 2014). Woods & De Menezes (1998) in 
their study concluded that organizations investing in Employee Development Programmes (EDP) 
instill a sense of job responsibility and hard work to raise organizational efficiency. In addition 
organizations are realizing that in a complex and dynamic organizational world re-examining the 
employee development needs and continued focus on skills development can increase 
organizational productivity and efficiency (Useem, 1993). 
   Investing in employee development is vital in maintaining and developing the skills, 
knowledge and abilities of both individual employees and the organization as a whole (e.g. Lee & 
Bruvold, 2003). When organizations invest in their employees, employees tend to reciprocate in 
positive ways (Cropanzano & Mitchell, 2005). Simply put, when organizations offer organizational 
inducements in the form of developmental opportunities, employees become prosocially motivated, 
that is, they desire to expend effort to benefit the organization (Kuvaas & Dysvik, 2009). Also, 
employee development increases employees’ perceptions of opportunities in the labour market (i.e. 
perceived employability), which may enhance their turnover intention and thus increase the risk of 
actual turnover (Nelissen et al., 2016).  
2.2.2.3 Effectiveness of employee development 
   Employee development practices often impact the organizational outcomes by influencing 
employee behaviour and attitude (Woods & De Menezes, 1998). Organizations that are providing 
developmental opportunities for their employees have hard work, skilled, and target oriented 
employees (Ling et al., 2014). When employees demonstrate their attention to learn the knowledge 
and participate in development activities as a result thereof such employees are more committed and 
pleased with their jobs (Elena, 2000). 
   A number of studies have suggested favourable outcomes for organizations investing in 
employee development (Rahman & Nas, 2013). Employee development is found quite helpful in 
sustaining individual and organizational competencies. Also for the individual organizational efforts 
towards skill development is often perceived as a positive investment by the organization into them. 
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They get convinced that their organizational contributions are recognized by the organization and 
the organization cares for their professional needs. Woods & De Menezes (1998) in their study 
concluded that organizations investing in EDP instill a sense of job responsibility and hard work to 
raise organizational efficiency. In addition organizations are realizing that in a complex and 
dynamic organizational world re-examining the employee development needs and continued focus 
on skills development can increase organizational productivity and efficiency (Useem, 1993). 
   When employees demonstrate their willingness to learn skills, acquire knowledge and 
participate in developmental activities are generally committed and pleased with their jobs (Elena, 
2000). Therefore, organizations are investing considerable resources EDP, which result in job 
satisfaction and retention of employees (Wayne et al., 1997).  
2.2.2.4 Methods of employee development 
   Human capital economists divide development into two fundamental types: general (not 
specifically related to the job) or job-specific (Burkholder et al., 2007).  
   General knowledge development might include tuition reimbursement for completion of an 
undergraduate degree. General skill development is typified by broad-based training programs 
addressing general management skills (such as Coaching for Success, or Keys to Negotiation). 
While these types of programs are expected to increase job performance over time, most are 
frequently offered on a general enrolment basis without a short-term expectation of return on 
investment.  
   On the other hand, job-specific knowledge development can include courses or training that 
addresses subjects such as Essential Aspects of Managed Care, or Loan Eligibility Determination. 
Examples of job-specific skill development include instruction in how to use claims processing 
software or forklift operation.  
   Because general knowledge and skill development do not produce immediate visible returns on 
investment like job-specific development, there is often less financial support for it. On the other 
hand, job-specific development is often supported easily, but specific and unambiguous returns are 
expected, usually in the short term. Yet, progressive companies have learned that general 
development often pays off in the long run, particularly for key employees (Burkholder et al., 
2007). 
2.2.2.5 Perceived Investment in Employee Development (PIED) 
   Employee development is vital in maintaining and developing the capabilities of both 
individual employees and the organization as a whole. A central premise in PIED is that it creates 
conditions where employees believe that their organizations value their contribution and care about 
their employability (Lee & Bruvold, 2003). PIED facilitates greater obligation by employees 
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towards the organization and, in turn, a willingness by employees to work hard to increase the 
organization’s effectiveness (Woods & De Menezes, 1998).  
   PIED is developed through employees’ assessment of their organizations’ commitment to help 
employees learn to identify and obtain new skills and competencies that will allow them to move to 
new positions, either within or outside these organizations. Thus, to the extent that the organization 
commits to an employee’s personal and professional growth, the employee can be expected to 
devote greater effort towards the organization (Wayne et al., 1997). Also, PIED reflects employees’ 
beliefs about the organization’s commitment to improving their competence and enhancing their 
marketability, both internally and externally. Therefore, following the motivational processes of 
social exchange theory (Blau, 1964) and the norm of reciprocity (Gouldner, 1960), employees who 
believe their organization is committed to providing the training skills and competencies that they 
need to remain employable may reciprocate by demonstrating attitudes and behaviours 
commensurate with the amount of commitment they feel the employer has for them.  
   Investing in employee development will potentially enhance an organization’s chances of 
retaining its people as it may increase employees’ perceived cost of leaving the organization even 
though developing and increasing employees’ competency may enable them to find better jobs 
elsewhere. These same employees could still run the risk of falling victim to the next round of skill 
obsolescence in another organization that may not have the same commitment to adding value to its 
employees (Ghoshal et al., 1999). 
2.2.3 Training & Development in banks 
   In banks, there is a need for the continuous T&D of the staff in the areas of customer care 
services on operational aspects and behavioural aspects of the business. In case of large banks, there 
are two ways of conducting training programmes – through an established department having a full 
time HRD functionary who oversees all the training and development functions of the banks or 
through external trainers coordinated by the HRD department. These days, banks have recognized 
the need for training and re-training their staff, in order to develop a competitive edge over their 
competitors in delivering high quality services to the customers (Garg & Rani, 2014). 
   Jadhav (2013) studied the T&D programmes undertaken by banks for their employees. The 
main objectives of the study were to analyze effectiveness of T&D programmes for employees to 
discharge their duties and to study how these programmes help to achieve customer satisfaction. It 
is concluded that private and public Indian banks undertake T&D programmes for their employees 
to increase their efficiency. Banks provided training programmes to enhance employees’ knowledge 
and skills in order to satisfy the customers. 
   Ramakrishna et al. (2012) have argued in their study that HRD has to play a more proactive 
role in shaping the employees to fight out the challenges. The banks not only have to make plans 
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and policies and devise strategies, the actual functionaries have to show competence and 
effectiveness in executing the said policies and strategies. The results revealed that the employees 
have attended more T&D programmes than expected, and strongly agreed about the necessity of 
them.  
   Purohit (2012) studied the existing policies practiced in co-operative banks. The aims of the 
study were to appraise the level of HRD practices and to assess the satisfaction level of employees 
about HRD practices (T&D, rewards and recognition of employees). The study revealed that 
training helps employees to gain better understanding in the area of Job and this will enhance their 
stock of knowledge. Extensive training providing the continuous development, such as on-the-job 
training, training programmes and workshops can be a driving factor for the activities in the firm.  
   Moreover, Abba (2018) examined in his study the relationship between T&D and employee 
retention in some selected banks within Bauchi metropolis. The findings showed that T&D has a 
positive relationship with employee retention. This means that a positive relationship exists between 
T&D and employees' retention. It implied that the more the T&D of the bank employees, the higher 
the chances of the employees' being retained. The research recommended that dissatisfied 
employees cannot work effectively to achieve the organizational goals. According to the authors’ 
opinion, banks should value their employees as assets and not as liabilities. 
   Finally, Afroz’s (2018) study aimed to find out the effects of training on employee 
performance in the banking sector of Bangladesh, in which training considered as independent 
variable and employee performance as the dependent variable. On the role of training the study 
showed that general training enhances employee engagement, employee motivation and job 
satisfaction. That means, the research found that strong relationship exists between employee 
training and employees’ performance. The results revealed that the more the employees had been 
trained, the more efficient their level of performance was. 
2.2.4 Work engagement 
   Studies have reported that engaged employees show higher levels of work involvement and job 
performance, becoming a key factor linked to competitiveness for organizations (Albrecht et al., 
2015). Furthermore, engaged employees show higher levels of job satisfaction and organizational 
commitment, as well as better physical and psychological health at work (Crawford et al., 2010). In 
this sense, work engagement is considered as an important antecedent of the quality of working life. 
2.2.4.1 Definitions 
   Among the most often cited definitions of work engagement is that offered by Schaufeli and 
colleagues, describing work engagement as “a positive, fulfilling work-related state of mind that is 
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characterized by vigor, dedication, and absorption” (Schaufeli et al., 2006). Vigor is characterized 
by high levels of energy, mental resilience while working, persistence when faced with difficulties, 
and a willingness to invest effort in one’s work. Dedication refers to a sense of inspiration, pride, 
significance, enthusiasm, and challenge at work. Absorption is being happy, fully concentrated, and 
deeply engrossed in one’s work, with trouble detaching from work (Schaufeli et al., 2006). 
Therefore, particularly the correlations between vigor and exhaustion and between dedication and 
cynicism are expected to be strongly negative. The remaining dimensions of burnout (i.e., 
professional efficacy) and of work engagement (i.e., absorption) are distinct aspects that are not 
considered as opposites. Scholars are currently involved in building an empirical basis for 
legitimizing engagement (Macey & Schneider, 2008). For instance, engagement has been 
empirically linked to desired outcomes such as commitment, health, job performance, lower 
absenteeism, and job satisfaction (Halbesleben, 2010). 
   Kahn (1990) on the other hand broadly described it as binding and connecting of people with 
their work in such a manner that they participate and fully contribute in their work roles with 
physical, emotional and cognitive resources. In other words, engagement is a thriving energy that 
puts people to work with involvement and focus to achieve company goals. According to Kahn 
(1990), “engagement as a unique and important motivational concept: the harnessing of an 
employee’s full self in terms of physical, cognitive, and emotional energies to work role 
performances”.     
    Studies of engagement draw on social exchange theory and suggest that people will become 
engaged with their work through investing intellectual effort, experiencing positive emotions and 
meaningful connections with others (Alfes et al., 2010) when antecedents are in place that signal to 
employees that they are valued and trusted (Rich et al., 2010). An exception is ‘psychological 
presence’ or ‘to be fully there’, a concept that emerged from role theory and is defined as an 
experiential state that accompanies ‘personally engaging behaviours’ that involve the channeling of 
personal energies into physical, cognitive, and emotional labours (Kahn, 1992). Although Kahn 
(1992) presents a comprehensive theoretical model of psychological presence, he does not propose 
an operationalization of the construct. More recently, Maslach & Leiter (1997) assumed that 
‘engagement’ is characterized by energy, involvement, and efficacy which are considered the direct 
opposites of the three burnout dimensions exhaustion, cynicism, and lack of professional efficacy, 
respectively.   
2.2.4.2 Importance of work engagement  
   Recent evidence suggests that engagement may be a core underlying mechanism in the 
workplace that explains a wide range of behavioural and attitudinal outcomes (Christian et al., 
2011). In engagement, organization members harness their full selves in active, complete work role 
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performances by driving personal energy into physical, cognitive, and emotional labours. Engaged 
individuals are described as being psychologically present, fully there, attentive, feeling, connected, 
integrated, and focused in their role performances. They are open to themselves and others, 
connected to work and others, and bring their complete selves to perform (Kahn, 1992). People 
exhibit engagement when they become physically involved in tasks, whether alone or with others; 
are cognitively vigilant, focused, and attentive; and are emotionally connected to their work and to 
others in the service of their work (Kahn, 1990). Put simply, engagement involves investing the 
‘hands, head, & heart’ (Ashforth & Humphrey, 1995) in active, full work performance.  
   As consequences of work engagement, earlier research discovered a stronger likelihood of 
organizational commitment and trust, high-quality relationships with leaders and co-workers 
(Scrima et al., 2014), better perseverance and self-esteem (Schaufeli & Bakker, 2010), higher 
personal initiative and work-unit innovativeness (Hakanen et al., 2008), overall performance 
(Cesário & Chambel, 2017), and joint liability (Christian et al., 2011).  
   Hakanen & Roodt (2010) claimed that engaged employees display higher levels of energy 
regarding their jobs and often involve themselves deeply in their field of employment. As noted by 
Macey & Schneider (2008) and May et al. (2004), as a consequence of this engagement, employees 
are able to perform in a more productive manner that in turn could lead to improved organizational 
effectiveness and a stronger foundation that can improve an organization’s sustainability over the 
long term. In addition, Kim (2014) examined empirical studies and found supportive evidence to 
suggest that work engagement has an influence on various organizational outcomes, such as job and 
financial performance, turnover intention, customer satisfaction, profit, safety, and physical and 
mental health. 
    With regard to the relationship between work engagement and job performance, Bakker & 
Demerouti (2008) explained four reasons why engaged employees perform better than non-engaged 
employees: (a) positive emotions, (b) better health, (c) ability to mobilize resources, and (d) 
crossover of engagement. Empirical studies have demonstrated that work engagement had a 
positive relationship with job performance.  
2.2.4.3 Factors that influence work engagement   
2.2.4.3.1 Transformational leadership 
   Leader fairness theory argues that certain leader styles provoke self focus, or a heightened 
attention to one’s own needs and motives (De Cremer & Tyler, 2011). Tims et al. (2011) reported 
that transformational leadership related positively with work engagement through the mediating 
variable of optimism. Transformational leadership focuses on a leader’s ability to interact, 
understand, and support employees beyond the standard employment exchange and attempts to 
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align employee values, beliefs, and attitudes with that of the collective interest of the organization, 
creating a workforce committed to and working toward a singular vision (Bass, 1999).  
2.2.4.3.2 The Job Demands-Resources (JD-R) model 
   The Job Demands-Resources (JD-R) model was first published under that label by Demerouti 
et al. (2001) in an attempt to understand the antecedents of burnout (Schaufeli & Taris, 2014). After 
3 years, Schaufeli & Bakker (2004) presented a revised version of the JD-R model, as shown in 
Figure 2. The JD-R model assumes that employee health and well-being result from a balance 
between positive (resources) and negative (demands) job characteristics (Schaufeli & Taris, 2014). 
It assumes that any demand and any resource may affect employee health and well-being (for an 
overview, see Appendix B). Hakanen & Roodt (2010) claimed that if employees gain necessary job 
resources within an organization, they would become more engaged over time.  
 
Figure 2: The revised JD-R model 
 
Source: “A Critical Review of the Job Demands-Resources Model:  
Implications for Improving Work and Health”, Schaufeli & Taris (2014) 
2.2.4.4 Training & Development as factors that influence work engagement and relevant 
empirical studies 
   The authors Abdelaziz et al. (2020) in their study aimed to assess the effectiveness of an 
assertiveness training program on psychological well-being ad work engagement among novice 
psychiatric nurses. The authors used four tools for collecting the data: socio-demographic data 
sheet, Rathus Assertiveness Schedule, Riff’s Psychological Well-Being Scale, and Utrecht Work 
Engagement Scale (UWES). The results revealed a statistically significant difference between 
measure one and measure two intervention program regarding assertiveness skills, psychological 
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well-being, and work engagement. Also, there was a significant positive correlation between the 
total mean scores of assertiveness skills and total mean scores of psychological well-being.  
   Memon et al. (2017) examined the casual relationship between training satisfaction, work 
engagement and turnover intention and the mediating role of work engagement between training 
satisfaction and turnover intention. The results recommended that training satisfaction is 
significantly positively related to employees’ level of work engagement and is negatively related to 
turnover intention. Also, the results revealed that work engagement mediates the relationship 
between training satisfaction and turnover intention. This study highlighted the importance of 
training satisfaction as being key to achieving greater work engagement and reducing voluntary 
turnover. 
   Fletcher (2016) reported that work engagement and personal role engagement mediated the 
relationship between training perceptions and task proactivity to a similar degree. The purpose of 
his study was to compare the two engagement constructs with regard to their relationship with 
training perceptions and work role performance behaviours. According to the findings, personal role 
engagement was a stronger mediator of the relationship between training perceptions and task 
proficiency as well as between training perceptions and task adaptability. 
   Ryu & Shim (2020) examined in their research the relationship between developmental 
leadership and followers’ work engagement based on the notion that developmental leaders may 
strengthen subordinates’ job-related skills and knowledge development. The authors used the 
Federal Human Capital Survey dataset over 3 years and the study addressed two research questions: 
(1) Is developmental leadership positively related to work engagement? and (2) Does perceived 
skill development moderate the relationship between developmental leadership and work 
engagement?. The results proved that both developmental leadership and perceived skill 
development positively and significantly affected public employees’ work engagement. 
   Veth et al. (2019) examined the relationships between perceived availability and use of HRM 
practices, and employee outcomes (i.e. work engagement and employability) and how employee 
age moderates these relationships. Results showed predominantly positive relationships between 
work engagement and both perceived availability and use of development HRM practices, such as 
HRM practices related to learning, development and incorporating new tasks. The study revealed 
the negative relationships between work engagement and perceived availability and use of 
maintenance HRM practices. 
   Finally, Jha et al. (2019) examined the relationship between PIED and work engagement, and 
also the moderating effects of psychological capital on this relationship for liquid knowledge 
workers, employed in the Indian cutting and polishing of diamond industry. The research findings 
suggested that PIED and psychological contract enhancement (relational and transactional) made by 
industry’s units for liquid knowledge workers positively influenced their work engagement level. 
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The study also found that relational contract (not transactional contract) positively moderates the 
relationship between PIED and work engagement. 
2.3 Hypotheses development 
2.3.1 Introduction 
   This purpose of this study was to investigate the relationships among perceptions of T&D 
practices and work engagement in the Greek banking sector. Specifically, the current research 
examined the strength of the relationships between PTO, PIED (independent variables) and work 
engagement in the banking sector.  
2.3.2 Development of hypotheses 
   Training is also expected to be a strong predictor of work engagement (Albrecht et al., 2015). 
As such, it is suggested that training is a job resource that acts not only as a buffer against job 
demands (i.e. performance) but also as an organizational mechanism for employee growth. Based 
on Kahn’s (1990) psychological conditions, Gruman & Saks (2011) argue that “training is 
especially relevant for providing employees with resources that will make them feel available to 
fully engage in their roles”. Therefore, if employees believe that they are able to fulfil the demands 
of their job, their level of engagement increases (Albrecht et al., 2015). Also Salanova et al. (2005) 
noted that training was a key resource that was positively associated with work engagement among 
the employees of 114 hotels and restaurants. Following a meta-analysis of 55 studies, Crawford et 
al. (2010) found that organizations that provide extensive T&D opportunities to their staff 
experience significantly higher levels of engagement. 
 
   Thus, the hypothesis can be stated as follows: 
   H1. There is a positive effect of perceived training opportunities on work engagement. 
 
   Development HRM practices are those practices that are related to advancement, growth, and 
accomplishment, and may help individuals to achieve higher levels of functioning (Kooij et al., 
2010). In other words, employees’ positive emotions temporarily broaden exploratory behaviours, 
such as creativity and flexibility, which results in learning opportunities (Fredrickson, 2003). By 
bringing their full potential to their jobs, employees are more closely linked to work engagement.  
   When employers are dedicated to their employees’ personal and professional growth, they tend 
to facilitate their learning as well as development of new skills and competencies (Lee & Bruvold, 
2003). Therefore the employee perceives the commitment from his/her employer and he/she feels 
obligated to the organization, motivating him/her to work harder to support the organizational 
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effectiveness (Lee & Bruvold, 2003). Further, findings by Xanthopoulou et al. (2009) assert a 
positive association between HRD practices (training, development and learning opportunities) and 
work engagement.  
 
   Thus, the hypothesis can be stated as follows: 
   H2. There is a positive effect of perceived investment in employee development on work       
engagement. 
2.3.3 Proposed research model 
   Following the previous discussion and the proposed hypotheses, the research model is 
presented in Figure 3. According to this, positive PTO and PIED will increase employees’ work 
engagement.  
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CHAPTER 3: RESEARCH METHODOLOGY 
3.1 Introduction 
   This chapter explains the process adopted by this research. It mentions every component 
involved in conducting this research from research design, research method, design and 
development of questionnaire and determination of sample-research population. Finally, this 
chapter provides a detail explanation of the selected mode of analysis used and data collection 
method. 
3.2 Research approach 
   Discussion of research approach is a vital part of any scientific study regardless of the research 
area. The review of the literature related to the research methodology reveals the existence of three 
main approaches in the research process, the inductive, the deductive and the abductive method. 
Deductive approach tests the validity of assumptions (or theories/hypotheses) in hand, whereas 
inductive approach contributes to the emergence of new theories and generalizations. Abductive 
research, on the other hand, starts with ‘surprising facts’ or ‘puzzles’ and the research process is 
devoted their explanation (Dudovskiy, 2016). 
   In this dissertation, the deductive approach is chosen as the most appropriate, in order to 
investigate if the research hypotheses will be rejected or not. Then, the empirical test will be 
performed with the analysis of the statistical data and broader conclusions will be drawn. 
 
Figure 4: Deductive process in research approach  
 
Source: “Purposive sampling”, Dudovskiy (2016) 
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3.3 Research method 
   There are various research methods used in the literature. The three common approaches to 
conducting research are quantitative, qualitative, and mixed methods. According to Creswell 
(2003), “quantitative research involves the collection of data so that information can be quantified 
and subjected to statistical treatment in order to support or refute ‘alternate knowledge claims’”. 
There are three broad classifications of quantitative research: descriptive experimental and causal 
comparative (Leedy & Ormrod, 2001). The descriptive research approach is a basic research 
method that examines the situation, as it exists in its current state. Descriptive research involves 
identification of attributes of a particular phenomenon based on an observational basis, or the 
exploration of correlation between two or more phenomena (Williams, 2007). During the 
experimental research, the researcher investigates the treatment of an intervention into the study 
group and then measures the outcomes of the treatment. On the other hand, in the causal 
comparative research, the researcher examines how the independent variables are affected by the 
dependent variables and involves cause and effect relationships between the variables. The factorial 
design focuses on two or more categories with the independent variables as compared to the 
dependent variable (Vogt, 1999). The causal comparative research design provides the researcher 
the opportunity to examine the interaction between independent variables and their influence on 
dependent variables. 
   As it mentioned above, this dissertation is considered to be a quantitative research. Through the 
hypotheses development, it follows the causal comparative research approach and seeks to collect 
data, using a questionnaire, answered by bank employees. Then, the data are analyzed, in order to 
verify the research hypotheses and conclusions to be drawn regarding the relations between the 
variables. 
3.4 Questionnaire’s design and development 
   The survey was conducted using a structured questionnaire. This tool has been selected due to 
the fact that the collection of data and information can be easily achieved, in a short time and at a 
relatively low cost. After an extensive review of the literature regarding to T&D of employees, their 
importance and their impact on various variables, this dissertation focused on the relationship of the 
aforementioned factors with work engagement. Then the hypotheses were developed and a 
questionnaire was designed based on the measured variables. Description of each item is presented 
in the Appendix. 
   As it can been seen in Table 1, the total number of items used was 27. The questionnaire was 
translated in Greek, in order to be sent to bank employees and to be easy for them to fill it.   
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Table 1: Questionnaire’s structure 
Part Variables Number of items 
A Perceived Training Opportunities (PTO) 4 
B 
Perceived Investment in Employee Development 
(PIED) 
9 
C Work Engagement 9 
C Vigor 3 
C Dedication 3 
C Absorption 3 
D Demographics 5 
D Gender 1 
D Age group 1 
D Highest level of education 1 
D Current position in the company 1 
D Work experience in the banking sector 1 
Total  27 
 
   The questionnaire consists of four parts. Part A (4 items) investigates one of the two main 
independent variables of this research - PTO. This variable was measured by four items based on 
prior work used by Kuvaas (2008) and Dysvik & Kuvaas (2008) addressing employees’ evaluation 
and of their training opportunities (e.g. satisfaction and adequacy). The measure consisted of items 
addressing satisfaction with training, the sufficiency of training received and the comparability of 
training investments with those provided by other organizations. All items of part A were on a 5-
point Likert response scale ranging from 1 (strongly disagree) to 5 (strongly agree). 
   Part B (9 questions) measures the other main independent variable, which is the employee 
development. In this part, employee development is examined by PIED, which is a nine-item scale. 
The first two items from the scale are adapted from Tsui et al. (1997). To ensure an adequate 
number of items for this scale, another seven new items were developed and included in the 
questionnaire based on the definition of this construct. Examples of the items include “My 
organization trains employees on skills that prepare them for future jobs and career development” 
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and “My organization provides career counselling and planning assistance to employees” (Lee & 
Bruvold, 2003). Also in this part all items were on a 5-point Likert response scale ranging from 1 
(strongly disagree) to 5 (strongly agree).   
   Part C (5 questions) includes items about the measurement of the dependent variable of the 
present research which is the work engagement. Work engagement was examined by UWES, and it 
was used only its shortened version in the questionnaire. This scale includes the three constituting 
aspects of work engagement: vigor, dedication, and absorption (Schaufeli & Bakker, 2004). Vigor 
is assessed by the six items that refer to high levels of energy and resilience, the willingness to 
invest effort, not being easily fatigued, and persistence in the face of difficulties. In the particular 
research 3 out of 6 items were used for the questionnaire (“At my work, I feel bursting with 
energy”, “At my job, I feel strong and vigorous”, “When I get up in the morning, I feel like going to 
work”), because these are included in the shortened version. Dedication is assessed by five items 
that refer to deriving a sense of significance from one’s work, feeling enthusiastic and proud about 
one’s job, and feeling inspired and challenged by it. In order to examine dedication, again 3 out of 5 
items were incorporated in the questionnaire (“I am enthusiastic about my job”, “My job inspires 
me”, “I am proud on the work that I do”. Absorption is measured by six items that refer to being 
totally and happily immersed in one’s work and having difficulties detaching oneself from it so that 
time passes quickly and one forgets everything else that is around. Because of the shortened version 
of the scale, 3 out of 6 items were used for the purpose of the research (“I feel happy when I am 
working intensely”, “I am immersed in my work”, “I get carried away when I’m working”). In part 
C, all items were on a scale from 0 (never) to 6 (always - every day), in order to be selected the 
appropriate number that describes how the participants feel about their work.  
   Finally, part D incorporates items regarding the participants’ demographics, such as gender, 
age group, highest level of education, current position in the company and work experience in the 
banking sector. 
   The survey was conducted in April and May of 2020. The questionnaire was uploaded in an 
online forum in social media, in which bank employees are getting informed about the banking 
sector in Greece and express their opinions related to their current job. After three weeks, the 
answers were anonymously and automatically entered into a Google form. They were then 
transferred to an Excel data processing sheet and, with appropriate coding, entered into the SPSS 
Statistics program for further analysis and processing. 
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Tsui et al. 
(1997),  
Lee & Bruvold 
(2003) 
Dependent 
3 Work engagement C 9 
Schaufeli & 
Bakker (2004) 
3a Vigor C 3 
3b Dedication C 3 
3c Absorption C 3 
3.5 Sample – research population 
   In order to obtain a sample for the research, a target population was selected. According to 
Kitchenham & Pfleeger (2002), target population is the group or the individuals to whom the survey 
applies. Ideally, a target population should be represented as a finite list of all its members. The 
target population of this research consists of bank employees, who work for Greek banks, such as 
National Bank of Greece, Piraeus Bank, Eurobank, Alpha Bank, Attica Bank, etc. In particular, 
according to Hellenic Bank Association, the total number of personnel in banks in Greece was 
38.536 at the end of the year 2018. Extensively, in the last five years the number of employees in 
Greek banks recorded a decreased rate of 14%. 
   The collection of data from the entire population was not possible mainly due to the limited 
available time. Hence, the questionnaire was uploaded on online groups in social media, where 
there are 4.223 members (bank employees) in total. At this point, it is worth noting that in an effort 
to maximize the sample, the questionnaire was uploaded two to three times within the period of 
three weeks, with the kind remark to be completed by those who have not already done so. In total, 
185 participants completed the questionnaire successfully. The online form was accordingly 
adjusted, in order to only accept responses that answer in all sections. 
   At this point, it should be noted that only 4,4% of the members joined the research, even 
though the questionnaire was uploaded in the group of Greek Federation of Bank Employees. 
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3.6 Questionnaire’s validity and reliability  
   Evidence-based practice includes, in part, implementation of the findings of well-conducted 
quality research studies. Consideration must be given not only to the results of the study but also the 
rigour of the research. Rigour refers to the extent to which the researchers worked to enhance the 
quality of the studies. In quantitative research, this is achieved through measurement of the validity 
and reliability (Heale & Twycross, 2015). 
3.6.1 Validity 
   Validity is defined as the extent to which a concept is accurately measured in a quantitative 
study (Heale & Twycross, 2015). In order the questionnaire’s content to be considered valid, there 
was made an extensive review of the international literature regarding the subject of the present 
study. The factors that are consistent with the purpose and needs of this study are summarized in 
Table 2. Afterwards, the translation of the selected questions was followed, in order to be the 
questionnaire easy to fill it up.  
   In this study, the questionnaire’s validity was measured by Confirmatory Factor Analysis. The 
Kaiser-Mayer-Olkin (KMO) and Bartlett’s Test of sphericity indicators were also used. KMO 
assesses the structure validity of the research factors (Fabrigar & Wegener, 2011). This means that 
factor analysis is appropriate for the specific data set. The sampling is adequate or sufficient if the 
value of KMO is larger than 0,5 (Field, 2000), while Pallant (2011) perceive that a value above 0.60 
is adequate. As presented in Tables 3, Table 4 and Table 5 KMO values for all factors are higher 
than 0.60. The second indicator decides on the existence of correlations between variables. The 
significant value less than 0.05 indicates that these data do not produce an identity matrix and are 
thus approximately multivariate normal and acceptable for further analysis (Pallant, 2011; Field, 
2000). 
   Hair et al. (1995) categorised these loadings using another rule of thumb as ±0,30 = minimal, 
±0,40 = important, and ±0,50 = practically significant. If no correlations go beyond 0,30, then the 
researcher should reconsider whether factor analysis is the appropriate statistical method to utilise. 
In this case, taking into account the sample of 185 participants, a charge value of 0,6 and above is 
considered significant. 
   For testing the questionnaire’s validity was also measured Total Variance Explained (TVE). It 
examines the extent to which each factor can explain the variance of the corresponding items. For a 
factor to be significant, it’s TVE score should be above 60,00%. TVE explains what percentage of 
the total information included in all variables is represented by the factor (Henson & Roberts, 
2006). In this study, the TVE score is higher than 60,00% for most factors, but values marginally 
below 60,000% are still accepted, as it is shown in Table 3. 
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   The present study includes 22 items, excluding the demographic characteristics, which are 
grouped into 3 variables (2 independent, 1 dependent). As shown below, factor analysis was 
employed. For convergent validity to be demonstrated, items’ loadings need to exceed the minimum 
value of 0,60. In the present study, from the initial 22 items, 6 of them were excluded. 
   Table 3 shows the factor analysis of one of the independent variables, which is "Perceived 
Training Opportunities". Specifically, the KMO index has a value of 0,604, which is accepted and 
the possibility of further analysis is given. Bartlett's Test of Sphericity is statistically significant, 
due to the fact that it is less than 0,05. Also, one item was excluded, due to it’s loading (0,50). 
Finally, the TVE interpreted by the variable "Perceived Training Opportunities" is marginally 
below 60% and in particular is 59,124%. 
 
Table 3: Factor analysis of variable “Perceived Training Opportunities” 
Items Loadings Variables 
My organization invests 
extensively in improving the 







It is my impression that my 
organization is better than its 
competitors to provide 
training. 
0,78 
It is important for my 
organization that its employees 
have received the necessary 
training. 
Ο,61 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 
(KMO) 
0,604 
Bartlett’s Test of Sphericity 
Approx. Chi-Square 84,344 
df 3 
Sig. ,000 
Total Variance Explained (TVE) 59,124% 
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   Table 4 shows the factor analysis of the second independent variable “Perceived Investment in 
Employee Development”. In particular, the KMO index with a price of 0,865 is considered very 
good and statistically significant. All loadings which have a value above 0,63 are therefore 
presented, while four of them were excluded - their loadings’ values were 0,42, 0,47, 0,52 and 0,60 
accordingly. Furthermore, the TVE is 60,159% and the Bartlett’s Test of Sphericity is less than 
0,05. 
 
Table 4: Factor analysis of variable “Perceived Investment in Employee Development” 
Items Loadings Variables 
My organization trains 
employees on skills that prepare 
them for future jobs and career 
development. 
0,65 




My organization provides career 
counseling and planning 
assistance to employees. 
0,77 
My organization allows 
employees to have the time to 
learn new skills that prepare 
them for future jobs. 
0,78 
My organization provides 
support when employees decide 
to obtain ongoing training. 
0,63 
My organization is fully 
supportive of a career-
management program for the 
employees. 
0,70 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) 0,845 
Bartlett’s Test of Sphericity 
Approx. Chi-Square 327,312 
df 10 
Sig. ,000 
Total Variance Explained (TVE) 60,159% 
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   Table 5 illustrates the factor analysis of the dependent variable "Work Engagement". The 
KMO index shows a value of 0,915, which is considered not only acceptable, but also quite good. 
The price of the Bartlett’s Test of Sphericity is considered statistically significant and the loadings 
of all items with values above 0,60 are accepted – only one was rejected with a value of 0,43. Due 
to high loadings of variable “Work Engagement”, an additional item with loading of 0,56 was 
incorporated into the calculations without changing the required results. In addition, the TVE 
interpreted by the variable "Work Engagement" is 72,491%, more than 60% of the total variation. 
 
Table 5: Factor analysis of variable “Work Engagement” 
Items Loadings Variables 




At my job, I feel strong and 
vigorous. 
0,75 
When I get up in the morning, 
I feel like going to work. 
0,64 
I am enthusiastic about my 
job. 
0,77 
Dedication My job inspires me. 0,64 
I am proud on the work that I 
do. 
0,76 
I am immersed in my work. 0,80 
Absorption I get carried away when I’m 
working. 
0,56 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 
(KMO) 
0,915 
Bartlett’s Test of Sphericity 
Approx. Chi-Square 1387,236 
df 28 
Sig. ,000 
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3.6.2 Reliability 
   Reliability relates to the consistency of a measure. A participant completing an instrument 
meant to measure motivation should have approximately the same responses each time the test is 
completed. Although it is not possible to give an exact calculation of reliability, an estimate of 
reliability can be achieved through different measures. The three attributes of reliability are 
homogeneity (or internal consistency), stability and equivalence (Heale & Twycross, 2015).  
   Cronbach’s α (alpha) is the most commonly used test to determine the internal consistency of 
an instrument. In this test, the average of all correlations in every combination of split-halves is 
determined. Instruments with questions that have more than two responses can be used in this test. 
The Cronbach’s α result is a number between 0 and 1. An acceptable reliability score is one that is 
0,7 and higher (Heale & Twycross, 2015). 
   In the final step, Cronbach’s α was used in order to test the internal consistency of all factors. 
According to Table 6, all factors except one that were examined are reliable. Cronbach’s α of two 
variables has values of 0,65 and 0,684 accordingly, which can be minimally accepted.  
 
Table 6: Reliability analysis 








Work Engagement 0,944 8 
Vigor 0,910 3 
Dedication 0,922 3 
Absorption 0,684 2 
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   Above, Table 7 summarizes factor analysis results. 
 









Opportunities (PTO)  
1 0,604 59,124% 0,61 - 0,84 0,65 
Perceived Investment in 
Employee Development 
(PIED)  
4 0,845 60,159% 0,63 - 0,78 0,833 
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CHAPTER 4: RESEARCH RESULTS  
4.1 Demographics 
   Table 8 below shows the demographic data of the questionnaire. Specifically, data on gender, 
age, level of education, current position, and years of experience in banking sector of the 185 
participants are presented. 
   In regard to survey respondents’ characteristics, 56,8% of them are female and 42,7% male. 
Their average age is 40 years (mean = 2,08; Std. Dev. = 0,811), because the majority of the 
participants (45,4%) is categorized in the age group of 35-44 years old. Most participants are highly 
educated (34,6% hold a university degree, 54,1% a Master’s degree, and 1,6% a PhD). They are 
very experienced in the field of banking services (mean = 3,36; Std. Dev. = 1,049), which indicates 
that the majority of them have been working for more than 10 years in the banking sector. Their 
current job placement (mean = 1,64; Std. Dev. = 0,83) shows that most of the participants work 
either as employees either as Heads of Department. Finally, 41,1% (31,4% + 9,7%) of the 
respondents reported that are head of departments or divisions. 
 
Table 8: Demographics 




Prefer not to say 0,5% 
Total 100% 
Age group 
Younger than 34 25,4% 
35-44 45,4% 
45-54 25,4% 
55 or older 3,8% 
Total 100% 
Education level 
Secondary school 8,1% 
Bachelor Degree 34,6% 
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Masters’ Degree 54,1% 
PhD Degree 1,6% 
Other 1,6% 
Total 100% 
Position in company 
Employee 54,6% 
Head of Department 31,4% 
Head of Division 9,7% 
Other 4,3% 
Total 100% 
Experience in  
banking sector 
Less than 2 years 11,9% 
2-5 years 7,6% 
5-10 years 13,5% 
More than 10 years 67% 
Total 100% 
4.2 Mean scores 
   In order to give a more general picture of the point of view of the bank employees who 
participated in this research, the calculation of the basic statistical measures is followed. The 
analysis of the data shows that all the factors of the research show medium averages and 
specifically values around 3.  
   Specifically, the analysis has shown that bank employees perceive their training opportunities 
in an average manner (mean = 3,61). More specifically, excluding two items, most responses are 
neutral (around 3, on a five-point Likert scale). Also regarding the second questionnaire’s variable, 
they perceive that their development opportunities offered by banks are not sufficient, assuming that 
again in total the responses were neutral with a tendency of negative turn (mean = 2,9276). 
According to the aforementioned, participants perceive their training and development opportunities 
are moderate. As for the variable “Work Engagement”, the answers are centralized in the middle of 
a six-point scale (mean = 3,3669). It could be argued, that most of the employees of our sample feel 
not extremely engaged with their work. The results showed that participants’ responses were neutral 
for work engagement as well as PTO and PIED. 
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Table 9: Basic statistical measures 








Work Engagement 3,36 1,37948 
Vigor 3,38 1,45306 
Dedication 3,32 1,48437 
Absorption 3,40 1,46320 
4.3 Hypotheses testing 
   In this study, correlation analysis was used in order to assess the relationships between the 
various factors of the study. More specifically, the Pearson’s correlation coefficient was used. 
Through this method the existence of a possible relationship between two or more variables can be 
examined. The testing of these relationships is conducted via the testing of the following 2 
hypotheses: 
 
   H1. There is a positive effect of perceived training opportunities on work engagement. 
 
   H2. There is a positive effect of perceived investment in employee development on work     
engagement. 
 
   Then, the statistical testing of the hypotheses is performed with the correlation analysis method 
based on the Pearson coefficient. Correlation coefficients can be high or low (magnitude), and 
positive or negative (direction). Correlation coefficients vary from -1 to +1: whereas -1 and +1 
indicate perfect negative and perfect positive correlation coefficients respectively, a correlation 
coefficient of 0 implies no correlation (zero relationship). Further, correlation coefficients lower 
that ±0.40 (whether negative or positive 0.40) are said to be low, between ±0.40 and ±0.60 are 
moderate, and above ±0.60 are high (Obilor & Amadi, 2018). 
   According to Table 11, the first hypothesis in which PTO of bank employees have a positive 
effect on their work engagement is accepted, because the data provided in the table below reveal the 
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existence of a positive relationship (r of Pearson 0.463) between PTO and work engagement at the 
level of significance 0.01 (1%). 
   In the second hypothesis, PIED has a positive effect on bank employees’ work engagement. A 
significant relationship has been found between these two variables. Particularly, the existence of a 
strong positive relationship (r of Pearson 0.642) between PIED and work engagement at a 
significance level of 0.01 (1%) is revealed. Based on these findings, hypothesis H2 is fully 
supported. 
 
Table 10: Correlation analysis 
Work Engagement 
 Pearson Correlation Sig. (2-tailed) N 
Perceived Training 
Opportunities (PTO) 





0,642** ,000 185 
Note: **. Correlation is significant at the 0.01 level (2-tailed). 
 
   Overall, both of the hypotheses discussed in this paper are empirically confirmed. These results 
indicate that there are significant relationships between PTO and PIED with work engagement. It 
could be argued that positive perceptions about T&D opportunities enhance employees’ work 
engagement. 
 
Table 11: Hypotheses testing 
Hypotheses Variables Result 
H1 
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CHAPTER 5: CONCLUSIONS & RECOMMENDATIONS 
5.1 Conclusions 
5.1.1 Introduction 
   The present study was motivated by gaps that were recognised in the relevant literature of the 
field. In order to cover these research gaps, an extensive literature review was conducted and an 
original conceptual framework (research model) was developed, which investigated the 
relationships between perceptions of T&D opportunities and work engagement. The conceptual 
framework was tested with the use of a structured questionnaire (collection of quantitative data) on 
a sample of Greek bank employees.  
   T&D practices are a special, complex and extremely interesting field of research for 
academics, managers, but also for employees in all sectors. Especially, these practices are valuable 
in companies which are included in the service sector – such as banks. This empirical study tried to 
highlight the importance of providing T&D opportunities in employees. While the acceptance 
models that were used in the past have yielded interesting results, this study added T&D as factors 
that influence work engagement. The main objective of the present study was to test the relationship 
among PTO, PIED with work engagement extensively.  
5.1.2 Empirical research conclusions  
   The examination of the conceptual framework (research model) of this study assisted in 
answering its research hypotheses. Empirical results revealed a significant relationship between 
PTO and work engagement (H1) in the banking sector. Banks are very much focused for T&D of its 
employees; which is healthy activity for both employees and for the organization. Most of the 
employees were engaged, motivated and satisfied to work on those banks (Afroz, 2018). Engaged 
employees perform well and add more value to the organization. This implies the need of 
organization’s duty to provide adequate facilities in order to enhance the engagement of employees 
in their work (Lathabhavan et al., 2017). Also, Ahmed et al. (2015) in their study found significant 
positive relationship between employee training opportunities and work engagement. Pertaining the 
vitality of employee training opportunities as a developmental HR practice and the empirical 
assertions highlighting its significance towards predicting work engagement. The above hypothesis 
seems to be aligned with the literature (Ahmed et al., 2015; Kuvaas, 2008; Alfes et al., 2013; Afroz, 
2018; Rothmann & Rothmann, 2010; Salanova et al., 2005; Suan & Nasurdin, 2014). 
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   Moreover, PIED is significantly associated with work engagement (H2). This implies that 
employees who perceive development opportunities provided by their organizations positively tend 
to be highly engaged at work. In fact, this variable, compared to the previous, seems to have the 
greatest impact on bank employees’ work engagement. The findings showcase precise channels 
such like developmental HR practices through which individual work engagement levels can be 
amplified and maintained to reap further corporate benefits. Following this, HR gurus at work can 
focus on ways to develop a supportive environment and engage in activities to mentor employees 
and help support and coordinate with peers accordingly (Ahmed et al., 2020). Hence, employees 
receiving developmental based performance feedbacks can responsively see how they are 
performing and transform themselves accordingly to maintain higher engagement levels. The above 
hypothesis seems to be completely identical with the theory (Ahmed et al., 2020; Barbier et al., 
2013; James et al., 2011; Poon, 2013). 
   Summarizing and taking into account all the aforementioned, banks need to provide T&D 
opportunities for their employees to increase employees’ work engagement. Due to changes in bank 
products and services, continuous T&D practices are mandatory. When bank employees are 
provided with those opportunities, it enhances their work engagement and helps them to serve 
customers with more energy and immersion. 
 5.2 Research contribution 
   The study has effectively attempted and addressed major empirical gaps outlined by notable 
authors (Alfes et al., 2013; Arrowsmith & Parker, 2013; Geldenhuys et al., 2014; James et al., 
2011; Rothmann & Joubert, 2007; Rothmann & Rothmann, 2010; Sahoo & Sahu, 2009), 
highlighting the significant lack of research concerning to the role of HRM towards predicting work 
engagement (Ahmed et al., 2020). In connection to the banking sector, the current study provides a 
contributory framework to help assess the role of T&D in furthering work engagement. Few studies 
have outlined this contribution on bank employees (Ahmed et al., 2020; Sthapit & Ghale, 2018; 
Memon et al., 2018; Garg et al., 2016).  
   In addition, with regard to Greece, the existing studies have not extensively examined the 
banking industry. Particularly, only Belias et al. (2013) and Petridou & Glaveli (2003) attempted to 
investigate Greek bank employees’ work engagement and T&D interventions accordingly. The 
above research gap, attempts to cover this postgraduate study, by examining both training 
opportunities and employee development on work engagement in the Greek banking sector and 
contributing to the enrichment of the existing limited research. 
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5.3 Managerial implications 
   The research findings of the present study, except for their contribution to the existing theory, 
may also have practical implications for managers at banks. The study demonstrates that work 
engagement is considered an important concept to banks in that it could be enhanced and managed 
through the collective efforts of individual employees and their organizations, thereby having a 
significant impact on organizational interests. Work engagement should be improved and 
maintained not only by banks’ managers, but also by all managers in the service sector. Hence, they 
should boost and maintain employees’ work engagement by providing T&D opportunities. Not only 
do such opportunities enhance the well-being of individual employees by providing benefits such as 
skill acquisition and career development, they may also enhance the organization’s productivity. In 
fact, investing in T&D may create a dynamic relationship where employees may work harder 
because they have a greater sense of work engagement. Also, managers need to acknowledge the 
relevant influences of perceptions of PTO and PIED on work engagement of their employees and 
contemplate how to provide them with the necessary programs they need and to support them with 
useful learning. 
5.4 Restrictions and recommendations 
    Like all empirical researches, this postgraduate study is governed by some limitations. First of 
all, a methodological limitation is the workload of the bank employees, as well as their suspicion 
regarding the purpose, but also the necessity of the present research. 
   Furthermore, the research was conducted through online groups of bank employees and 
specifically in the area of Greece. In this context, a possible generalization of the results in the field 
of the Greek banking industry should be avoided. The research sample can not be considered 
representative of the population of all the bank employees in Greece, as it focuses on a specific 
group of them, which has an active role in online social groups. Hence the current study results may 
not be generalized to other occupational groups. 
   As mentioned above, the survey sample included, in addition to bank employees, also head of 
departments and head of divisions. Therefore, it is possible that these employees have different 
needs in terms of T&D. Even if organizations provide T&D opportunities, they should be aware of 
the content of them and the desired outcomes. 
   In respect to possible recommendations for future research, one of them would be to conduct a 
future empirical research, in order to verify the findings of the present study. In fact, it could be a 
larger sample of the population of bank employees, so that more general conclusions can be drawn, 
with fewer reservations. 
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   Moreover, the testing of research hypotheses could provide great benefits through qualitative 
research (beyond quantitative research as already conducted), such as interviews to HR specialists 
in Greek banks. The combination of quantitative and qualitative research (mixed) may provide a 
broader verification of the conclusions. 
   Finally, after drawing the conclusions of this dissertation and taking into account the relatively 
strong effect of T&D practices on the work engagement of bank employees, the study of the 
concept of work engagement to be the dependent variable in future research may be an important 
field. 
5.4.1 Practical recommendations 
   Taking into account that primarily PIED, but also PTO have a strong impact on work 
engagement of bank employees, the management department of each bank should incorporate T&D 
opportunities, in order to have its staff engaged with their work. Below there are mentioned 
practical recommendations for each of the independent variables of the current study. 
 
   A) As for the variable “Perceived Training Opportunities (PTO)”: 
• Training people to stop waiting around for their chiefs’ approval, and instead, feel 
empowered to make decisions on their own. 
• Equip staff with the skills and knowledge they need to help that banks’ strategic priorities 
succeed, which on a regular basis are changing. 
• All training programs need to be in line with the organization’s overall strategic goals.  
• Provide hands-on training, which includes any experiential training that’s focused on the 
individual needs of the employee and it’s conducted directly on the job. 
• Due to bank employees’ daily stress, it would be useful to be provided training programs 
for dealing with their work stress and treating it in a timely manner. 
• Training objectives should incorporate team building, because bank employees have to 
collaborate among them in every department they are placed, transferred or promoted.  
• Short training programmes that promote social skill development, conflict resolution, and 
behavioural change. These can address specific topics such as discrimination, sexual 
harassment, inappropriate language or other, situations that frequently bank employees deal 
with. 
 
   B) As for the variable “Perceived Investment in Employee Development (PIED)” (most   
important factor that influences work engagement): 
• Provide development programmes that involve a more expansive employee growth plan, 
for future performance rather than immediate career role improvement. 
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• Having established leadership development programmes for current employees. Banks 
have to consider the future organisational goals by preparing promotable talent. 
• Development programmes should be personalized, because each of the current employees 
has a different level of experience and expertise. They also have unique and differing 
priorities regarding their own professional development. 
• Outline a clear career path for employees-sometimes referred to as talent mapping. As 
shown in chapter 4, bank employees work for more than 10 years in the industry, so many 
of them want to know if there’s room and opportunity to progress their career within the 
bank. 
• Due to the ageing bank employees, banks are forced to hire new staff. Through mentoring 
programmes, more experienced employees can share their knowledge, skills and 
experience to less experienced colleagues.   
• Developing conferences, trade fairs or other networking events to build confidence, 
communication skills and improve employees’ understanding of the banking industry. 
• Creation or enhancement of centralized technological systems will improve communication 
of employee development information, equip all employees with development information, 
and facilitate consistent understanding of information. Having the proper technology is 
essential to support a vision of a convenient framework and foundational to promoting the 
idea that development is a shared effort. 
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“The Impact of Training & Development  
on Work Engagement: a study in the banking sector” 
 
Dear respondents,  
the present research is held by Maria Chovarda, student of the Postgraduate Programme of Studies 
“MSc in Management”, of  the International Hellenic University, under the supervision of the 
Associate Professor Georgios Theriou  in the context of her dissertation.  
The topic of the research is the impact of training and development on work engagement. 
 
Important Notes:  
● The current research is addressed only to employees working in the banking sector.  
● The time required to complete the questionnaire is less than 5 minutes.  
●          All the information obtained is strictly confidential and will only be used for the purpose of   
the present research.  
 
We highly appreciate your contribution. 
 
Please confirm one of the following statements: 
 
I am employed in the 
banking sector 
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PART A. Training Opportunities 









1. My organization invests 
extensively in improving the 
levels of competency among the 
employees. 
     
2. It is my impression that my 
organization is better than its 
competitors to provide training. 
     
3. It is important for my 
organization that its employees 
have received the necessary 
training. 
     
4. I am satisfied with the 
training in the organization. 
     
 
 
PART B.  Employee Development  









1. My organization trains 
employees on skills that prepare 
them for future jobs and career 
development. 
     
2. My organization provides 
career counseling and planning 
assistance to employees. 
     
3. My organization allows      
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employees to have the time to 
learn new skills that prepare 
them for future jobs. 
4. My organization provides 
support when employees decide 
to obtain ongoing training. 
     
5. My organization is receptive 
to employees’ requests for 
lateral transfers (transfer to 
another department). 
     
6. My organization ensures that 
employees can expect 
confidentiality when consulting 
staff. 
     
7. My organization provides 
employees with information on 
the availability of job openings 
inside the organization. 
     
8. My organization is fully 
supportive of a career-
management program for the 
employees. 
     
9. My organization provides a 
systematic program that 
regularly assesses employees’ 
skills and interests. 
.     
 
 
PART C. Work Engagement  
The following 9 statements are about how you feel at work. Please read each statement carefully 
and decide if you ever feel this way about your job. If you have never had this feeling, cross the ‘0’ 
(zero) in the space after the statement. If you have had this feeling, indicate how often you feel it by 










































1. At my work, I 
feel bursting with 
energy. 
       
2. At my job, I 
feel strong and 
vigorous. 
       
3. I am 
enthusiastic about 
my job. 
       
4. My job inspires 
me. 
       
5. When I get up 
in the morning, I 
feel like going to 
work. 
       
6. I feel happy 
when I am 
working 
intensely. 
       
7. I am proud on 
the work that I 
do. 
       
8. I am immersed 
in my work. 
       
9. I get carried 
away when I’m 
working. 
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PART D. Demographics 
 
1) Gender  
Male  
Female  
Prefer not to say  
 
2) Age group 
Younger than 34  
35-44   
45-54  
55 or older  
 
3) Highest level of education 
Primary school  
Secondary school  
Bachelor Degree   
Masters’ Degree   
PhD Degree  
Other  
 
4) Current position in the company 
Employee  
Head of Department  
Head of Division  
Other  
 
5) Work experience in the banking sector 
Less than 2 years  
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2-5 years  
5-10 years  
More than 10 years  
 
 
Thank you very much for your time as well  
as your significant contribution to this research. 
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“Η επίδραση της εκπαίδευσης και ανάπτυξης των εργαζομένων στην εργασιακή 
εμπλοκή: Μία μελέτη περίπτωσης στον τραπεζικό κλάδο” 
 
Αγαπητοί ερωτηθέντες, 
η παρούσα έρευνα διεξάγεται από την Μαρία Χοβαρδά, φοιτήτρια του Μεταπτυχιακού 
Προγράμματος Σπουδών «Διοίκηση Επιχειρήσεων»  (MSc in Management) του Διεθνούς 
Πανεπιστημίου Ελλάδος, υπό την επίβλεψη του Αναπληρωτή Καθηγητή Γεωργίου Θερίου στο 
πλαίσιο εκπόνησης της διπλωματικής της εργασίας. Το θέμα της έρευνας είναι η επίδραση της 
εκπαίδευσης και ανάπτυξης των εργαζομένων στην εργασιακή εμπλοκή. 
 
Σημαντικές σημειώσεις: 
● Η παρούσα έρευνα απευθύνεται μόνο σε υπαλλήλους που εργάζονται στον τραπεζικό 
κλάδο.  
● Ο χρόνος που απαιτείται για την συμπλήρωση του ερωτηματολογίου είναι μικρότερος από 
5 λεπτά. 
● Όλες οι πληροφορίες που θα ληφθούν από το τρέχον ερωτηματολόγιο είναι αυστηρά 
εμπιστευτικές και θα χρησιμοποιηθούν για τους σκοπούς της παρούσης έρευνας.  
 
Εκτιμούμε ιδιαίτερα τη συμβολή σας. 
 
Παρακαλώ επιβεβαιώστε μία από τις ακόλουθες δηλώσεις: 
 
Εργάζομαι στον τραπεζικό 
κλάδο. 
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ΜΕΡΟΣ Α. Παροχή Εκπαίδευσης 










1. Η εταιρία επενδύει εκτενώς 
στη βελτίωση των ικανοτήτων 
των υπαλλήλων. 
     
2. Πιστεύω ότι η εταιρία είναι 
καλύτερη από τους 
ανταγωνιστές της στην παροχή 
εκπαίδευσης.  
     
3. Είναι σημαντικό για την 
εταιρία οι υπάλληλοι να έχουν 
λάβει την απαραίτητη 
εκπαίδευση. 
     
4. Είμαι ικανοποιημένος/η με 
την εκπαίδευση που παρέχει η 
εταιρία. 
     
 
ΜΕΡΟΣ Β. Ανάπτυξη εργαζομένων 










1. Η εταιρία εκπαιδεύει τους 
υπαλλήλους σε δεξιότητες που 
θα τους προετοιμάσουν για 
μελλοντικές θέσεις εργασίας και 
θα τους βοηθήσουν στην 
ανάπτυξη της επαγγελματικής 
τους σταδιοδρομίας. 
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2. Η εταιρία παρέχει 
συμβουλευτική υπηρεσία για 
την επαγγελματική 
σταδιοδρομία και βοήθεια 
προγραμματισμού στους 
υπαλλήλους. 
     
3. Η εταιρία επιτρέπει στους 
υπαλλήλους να έχουν το 
χρονικό διάστημα για να 
αποκτήσουν νέες δεξιότητες που 
θα τους προετοιμάσουν για 
μελλοντικές θέσεις εργασίας. 
     
4. Η εταιρία παρέχει υποστήριξη 
όταν οι υπάλληλοι αποφασίζουν 
να συνεχίσουν την εκπαίδευση 
τους. 
     
5. Η εταιρία είναι δεκτική σε 
αιτήματα υπαλλήλων για 
οριζόντιες μετακινήσεις 
(μετακίνηση σε άλλο τμήμα). 
     
6. Η εταιρία διασφαλίζει την 
εμπιστευτικότητα όταν κάποιος 
υπάλληλος χρησιμοποιήσει τις 
συμβουλευτικές της υπηρεσίες. 
     
7. Η εταιρία παρέχει 
πληροφορίες στους υπαλλήλους 
σχετικά με την διαθεσιμότητα 
νέων θέσεων εργασίας εντός του 
οργανισμού. 
     
8. Η εταιρία παρέχει κάποιο 
πρόγραμμα διαχείρισης 
επαγγελματικής σταδιοδρομίας 
για τους υπαλλήλους. 
     
9. Η εταιρία παρέχει πρόγραμμα 
που αξιολογεί ανά τακτά 
χρονικά διαστήματα τις 
.     
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ΜΕΡΟΣ Γ. Εργασιακή Εμπλοκή 
Οι παρακάτω 9 προτάσεις αφορούν το πώς αισθάνεστε στην εργασία σας. Παρακαλείσθε να 
διαβάσετε προσεκτικά κάθε πρόταση και να αποφασίσετε αν αισθανθήκατε ποτέ έτσι στη δουλειά σας. 
Αν δεν είχατε ποτέ αυτό το συναίσθημα, επιλέξτε το ‘0’ (μηδέν) στις επιλογές μετά την πρόταση. Αν 
είχατε αυτό το συναίσθημα, υποδείξτε πόσο συχνά το αισθάνεστε με την επιλογή του αριθμού (από το 
























































       
3. Είμαι 
ενθουσιασμένος/
η με τη δουλειά 
μου. 
       
4. Η εργασία 
μου με εμπνέει. 
       
5. Όταν        
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σηκώνομαι το 
πρωί έχω 








       
7. Νιώθω 
υπερήφανος/η 
για τη δουλειά 
που κάνω. 
       
8. Είμαι τελείως 
απορροφημένος/
η από την 
εργασία μου. 
       
9. Η δουλειά 
μου με 
συναρπάζει. 
       
 
 
ΜΕΡΟΣ Δ. Δημογραφικά στοιχεία 
 
1) Φύλο  
Άνδρας  
Γυναίκα  
Δεν απαντώ  
 
2) Ηλικία 
Έως 34 ετών  
35-44 ετών  
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45-54 ετών   
55 ετών και άνω  
 
3) Επίπεδο εκπαίδευσης 



























5) Έτη προϋπηρεσίας (στον τραπεζικό κλάδο) 
Έως 2 έτη  
2-5 έτη  
5-10 έτη  
10 έτη και άνω  
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Σας ευχαριστώ πολύ για τη διάθεση του χρόνου σας,  
αλλά και τη σημαντική συμβολή σας στην εν λόγω έρευνα. 
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Job demands and resources that affect employee health and well-being 
Job demands Job resources 
Centralization Advancement 
Cognitive demands Appreciation 
Complexity Autonomy 
Computer problems Craftsmanship 
Demanding contacts with patients Financial rewards 
Downsizing Goal clarity 
Emotional demands Information 
Emotional dissonance Innovative climate 
Interpersonal conflict Job challenge 
Job insecurity Knowledge 
Negative spillover from family to work Leadership 
Harassment by patients Opportunities for professional development  
Performance demands Participation in decision making 
Physical demands Performance feedback 
Problems planning Positive spillover from family to work 
Pupils’ misbehaviour  Professional bride 
Qualitative workload Procedural fairness 
Reorganization Positive patient contacts 
Remuneration Quality of the relationship with the supervisor 
Responsibility Safety climate 
Risks and hazards Safety routine violations 
Role ambiguity Social climate 
Role conflict Social support from colleagues 
Sexual harassment Social support from supervisor 
Time pressure Skill utilization 
Unfavourable shift work schedule  Strategic planning 
Unfavourable work conditions Supervisory coaching 
Work pressure Task variety 
Work-home conflict  Team cohesion 
Work overload Team harmony 
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Outcomes (negative) Personal resources 
Absenteeism (self-report and company 
registered) 
Emotional and mental competencies 
Accidents and injuries Extraversion 
Adverse events Intrinsic motivation 
Depression Low neuroticism 
Determination to continue 
Need satisfaction (autonomy, belongingness, 
competence) 
Negative work-home interference Optimism 
Physical ill health Organization-based self-esteem 
Psychosomatic health complaints 
Regulatory focus (prevention and promotion 
focus) 
Psychological strain (General Health 
Questionnaire, GHQ) 
Resilience 
Turnover intention Self-efficacy 
 Value orientation (intrinsic and extrinsic values) 
Outcomes (positive)  




In-role performance (self- or other-rated)  
Life satisfaction  
Organizational commitment  
Perceived health  
Positive work-home interference  
Service quality  
Team sales performance  
Workability  
Happiness  
 
